The study examined the barriers faced, the goals selected, and the optimization and compensation strategies of older workers in relation to career change.
The call to extend working life beyond the traditional age of retirement presents policymakers, managers, and individuals with opportunities and challenges. Opportunities include retaining an existing, experienced labor force with the capacity to contribute positively to the economy, organizations, and the individual's own financial security. Challenges include creating and sustaining an environment in which older workers are valued and remain valuable through the acquisition of up-todate knowledge and skills.
In tandem with the view that work-life extension is important to economic growth is the view that work itself is important to older people as a source of social status and self-esteem (Probert, 1989) , and as a pathway to positive and productive aging (Metlife Foundation/Civic Ventures, 2008) . Indeed, numerous studies have identified a positive association between work and wellbeing for older people and a specific link between work, paid or unpaid, and self-esteem and self-efficacy (Morrow-Howell, Hinterlong, & Sherraden, 2009 ). Research also indicates that being forced into retirement and having long periods outside the workforce can detract from life satisfaction (Calvo, Haverstick, & Sass, 2009 ). However, although the age-work-wellbeing link seems well established, there is also recognition that not all work is equally beneficial for older people. For instance, Zhan, Wang, Liu, and Shultz (2009) identified in their study of the health effects of bridge employment-defined as "employment that takes place after a person's retirement from a fulltime position but before the person's permanent withdrawal from the workforce" (Kim & Feldman, 2000 , p. 1195 )-that retirees experienced differential health impacts depending on whether they continued in a career field or took up a new occupation. Bridge employment in a new occupation compared with a career field did not evidence a beneficial effect on retirees' mental health, in part because of the stress involved in adapting to a new role identity and a new work environment. Also, job satisfaction in noncareer employment has been found to evidence less job satisfaction than employment in a career field (Wang, Zhan, Liu, & Shultz, 2008) . These findings suggest caution in presuming that work per se is a panacea to healthy outcomes. They also draw attention to the issue of change as of potential concern in relation to health and wellbeing outcomes.
In a similar vein, Platman's (2003) study of older workers' experiences with freelancing in the British media industry found that the idealized benefits of self-employment-the opportunity to be one's own boss and set one's own time schedule-were not realized by all participants. For many, the reality of income insecurity and the need to remain constantly committed, productive, and visible in order to win contracts contributed to a reduction in job satisfaction and wellbeing. The issue of change is relevant here, too, in that, although switching from one form of work to another can be stressful for members of any age group, it may be especially problematic in later years when there is less time and energy to recover and rebuild.
Study Rationale
Although policy makers may indeed be calling on older workers to work longer for a combination of economic and health reasons, it is important to understand the challenges and benefits of working longer from the older workers' point of view if this call to work longer is to be successful. In particular, it is important to understand the experiences of those who continue in the labor force but switch occupations or change their pace of work, because switching is an increasing trend among older workers (Giandrea, Cahill, & Quinn, 2007) and changing can contribute to stress and a reduction in health and wellbeing, as shown in the earlier studies. Accordingly, the study reported here aimed to investigate the change-related experiences of older workers and how they managed these changes.
Theoretical Framework
The theoretical framework that guided this investigation was Baltes and Baltes (1990) Selection, Optimization, and Compensation (SOC) model of successful aging, or adaptive competence. Since its formulation, SOC has been used extensively, including as a means of understanding strategies employed to age successfully at work (Abraham & Hansson, 1995) , cope with stress (Hansson, Robson, & Limas, 2001) , manage careers (Abele & Wiese, 2008) , and manage on-the-job performance (Yeung & Fung, 2009 ). It seemed a particularly pertinent framework with which to identify and map the strategies individuals adopt in relation to aging and working longer.
The SOC model recognizes three fundamental strategies for life management: selection, optimization, and compensation. Adopting these strategies can help individuals maximize gains and minimize losses by making the best of certain resources and finding ways to compensate for the loss of others (Freund, 2008; Hansson et al., 2001) . Selection strategies encompass choosing and prioritizing particular goals, tasks, and life domains and then concentrating effort in order to experience subjective satisfaction and achieve a sense of control in these areas. Once a goal is selected, the process of optimization refers to how that goal is to be effectively achieved. Optimization strategies aim at strengthening skills and capabilities and making co-ordinated use of resources to achieve the desired outcomes-that is, to optimize performance in priority areas. Such strategies include investing time and effort, as well as being optimistic, persistent, tenacious, and committed. Compensation involves adapting to limitations and changes that may interfere with goal achievement in order to create an environment for successful development (Ouwehand, de Ridder, & Bensing, 2007) . Compensation strategies include using external or technical aids to maintain a desirable level of performance, as well as asking for help.
Method
We conducted semistructured interviews with 30 individuals who had undergone recent changes in their working lives either in terms of occupation type, form, or pace of work, such as a change from employed to self-employed status, or a change from full time to part time, and considered this new work meaningful. We called the occupational change, whatever form it took, an encore career. The term, encore career, derives from Freedman (2007) who described it as an opportunity for individuals "between the end of midlife and the arrival of true old age" to engage in work that matters personally and socially. Characteristics of the sample are summarized in Table 1 and discussed subsequently.
Twelve of the interviews were conducted in the United States and 18 in New Zealand. We chose to interview workers in these two countries because the authors, who were colleagues and both interested in the health, wellbeing, and work-related experiences of older people, were university-based researchers resident in these countries.
Sample
All participants were more than 55 years of age. The mean age of the sample was 67 years. The majority of the participants were 65 years old or older (68%), men (60%), of European-descent (93%), in paid employment (80%), and in part-time work (80%). The majority (60%) worked in nonprofit organizations. The catalysts for change were personal choice (40%), retirement (37%), and redundancy (23%; Table 1) . Tables 2 and 3 show previous and new occupations of the respondents. In their current occupations, 53% were managerial or professional/ technical workers compared with 80% in their previous careers. Of the 12 American respondents, seven were managers, three were professional/ technical workers, and two were clerical workers in their previous careers. The latter five stayed in the same occupation but changed employers. Of the seven managers, two became professional/ technical workers and five became nonprofessional workers. One of the clerical workers was concurrently a pastor, and one professional/technical worker also restored old houses.
Six of the 18 New Zealand respondents held management positions in their previous careers. In their new line of work, two remained managers, two became technical/professional workers, and two did volunteer work. Eight respondents were professional/technical workers in their previous careers. Two remained professional technical workers, one became an administrator, two volunteered at community organizations, and two became nonprofessional workers. Three of the four women who were clerical workers in their previous careers became professional/technical workers, and one became a volunteer/community organizer.
Interview Questions
Interviewees were asked to describe their previous careers, what prompted them to take up another line of work, their expectations, and whether they spoke of this move to others. They were also asked to describe their current work, how they coped with the challenges of a new career, the highlights and lowlights they experienced, and the advantages and disadvantages of employing older workers. The interview guide is available from the authors upon request.
Data Collection
The American sample was recruited from a New England Metropolitan area through personal networks of the first author and by approaching agencies that were likely to employ older persons or involve them as volunteers. The New Zealand sample was partly recruited through newspaper advertisements and partly through the personal networks of the second author and her research team.
The interviews were conducted by telephone (n = 2) or face to face (n = 28) by the authors and/ or other members of their research teams. The interviews lasted approximately 1.1 hours. All interviews were recorded with the interviewees' permission and transcribed verbatim. Ethics approval was obtained from the respective universities.
Data Analysis
The two coauthors independently conducted a line-by-line analysis of the verbatim transcripts. Initial codes were based on the SOC framework (Freund & Baltes, 2002) . More detailed codes were added as the transcripts were analyzed. This detailed coding scheme was then applied to each line of all the transcripts. These transcripts were reviewed several times to ensure items had not been overlooked and to reconcile coding differences. The coding process included theme development (Braun & Clarke, 2006) . The most frequently mentioned and emotionally laden themes are reported. We detected little or no difference between the New Zealand and U.S. responses, in part because the samples had similar occupational and ethnic backgrounds. A cross-cultural study on retirement perspectives of professionals also found little difference between their U.S. and New Zealand samples (Winston & Barnes, 2007) .
Coding Scheme.-We first identified barriers (e.g., work-related, external, and internal) to finding and maintaining an encore career to provide context for the SOC strategies reported. The barriers that emerged were work related (e.g., adjustment to new environments, difficult tasks, or coworkers), external obstacles (e.g., ageism and stereotyping), and internal limitations (e.g., physical and psychological). For selection, the initial codes for goals were security (money and health care), family, personal (e.g., meaningful use of time), work satisfaction, learning, helping others, intrinsic (e.g., new status and self-esteem), interpersonal/social, and health (e.g., reduction in work demands, physical and mental health; Nakai, Chang, Snell, & Fluckinger, 2011) . The initial codes for optimization included attentional focus, persistence, past experience, and motivational variables, such as commitment, optimism, and self-efficacy, whereas the initial codes for compensation strategies were training, coworkers' support, family and friends' support, and mentoring (Freund & Baltes, 2002; Zacher & Frese, 2011) . Additional optimization codes not identified in previous studies included planning (e.g., create opportunities, assess skills, and seek value fit), life course advantages (e.g., few obligations, sense of urgency, and work experience), and adapting to change (e.g., open-mindedness, courage, and flexibility). We defined compensation strategies as resources external to the individual (Yeung & Fung, 2009) .
Results

Barriers to Starting or Maintaining an Encore Career
This section provides context for the SOC strategies adopted by the respondents. It describes the obstacles they encountered in their encore careers. These barriers were gleaned from the "lowlights" of respondents' encore career experiences and the organizational characteristics and practices they found unhelpful. We identified three themes: (a) work-related, (b) internal, and (c) external.
Work-related Barriers.-The most frequently mentioned barriers were related to the nature of their encore careers, particularly the need to adjust to a new working environment (47%). Examples included a move from a primary school to a publishing company and from an international corporation to a small family firm. Problems with coworkers or clients (47%) were also mentioned, such as coworkers who did not share their vision, were inefficient or unsupportive. A U.S. respondent encountered racism at her workplace, as illustrated by this comment: "They're very much against people of color. This town has always been that way, but I never knew that I'd be working with these people to find that out."
The third barrier was aspects of their work that were difficult to perform (39%). Some respondents spoke of (a) long working hours; (b) stressful tasks (e.g., "You [are driving] 35,000 pounds of steel at 40 miles an hour with 60 little kids on it, on a two lane road with ice on it,"); and (c) tasks that were "beyond my skills and experience." A related theme was (d) outdated skills ("five or six years down the line, you are out-of-date") and skills that were not transferrable. Respondents also spoke about (e) lack of management direction (e.g., "a little bit of re-direction too, because you can waste a lot of time just fluffing around in circles"). Finally, (f) some also mentioned that the absence of an orientation or training program made them learn the work on their own by seeking help from coworkers or consulting organizational manuals.
Internal Barriers.-The next set of barriers encountered was internal, that is, lack of self-confidence (33%) and physical limitations (23%). Lack of self-confidence was a result of having to learn a new skill ("Even though I had been trained in it, I didn't really feel like I could teach it.") or of feeling overwhelmed at the enormity of the task (e.g., 'I didn't realize that it was so much involved.") Age affected respondents' self-confidence in several ways. Lack of self-confidence occurred when respondents were embarking on something new (e.g., " … going back to study at 70 years of age"). Using the metaphor of a carpenter becoming a master craftsman only after many years of practice, one respondent suggested that older workers may not have the years they need to perfect their skill. Also, a lack of self-confidence may lead to a fear of working with younger people ("You're concerned that you are not as good as a younger person doing this job.") One respondent noted that as people age, they see themselves "beyond their productive years." Hence, they become more fearful and more cautious, both of which may inhibit people from doing what they would like to do. Another dimension of lack of self-confidence was difficulty in identifying, valuing, and marketing one's skills ("It is hard to write a CV and put it out there and sell myself in an interview.") Writing a CV may be a cohort effect: "I didn't write a proper CV in the early days. A CV was something that academics had, and it listed all the papers they had published." Some respondents spoke of how health conditions, including a lack of energy, could affect how well they did their work (23%). A respondent (school bus driver) was concerned about bladder control and whether he would have the "awareness to put on the brakes" in the event of a heart attack or stroke. He was also concerned that the "older you get, your reflexes and reactions slow down." For one female respondent, menopausal changes posed a problem ("A grown up woman [who] knows a lot of things and is now like a bumbling idiot in a new situation and feels humiliated ... you have hot flashes and people make jokes about it").
External Barriers.-Respondents also faced external barriers (30%), particularly ageism (e.g., "I realized there was a glass ceiling for people over 50"). A second respondent related: "So now your boss is 30 and you are 60, and they are sort of wondering what is this old bag doing here, what does he know?" A second barrier is stereotyping, based on one's past experience. For example, one participant said: "People viewed me from where I had been rather than where I am . . . They have a compartment for me and that is what they thought my skills were."
Selection Strategies
Interviewees' goal preferences were deduced from descriptions of their current work or volunteering situations and their discussions of the "highlights" of their encore career experience. They reported multiple goals (Table 4 ). The most often mentioned were helping others (77%), work satisfaction (77%), and learning (70%). We found some goals were more prominent with one group compared with others. All of the women, compared with 61% of men, mentioned helping others as a goal. In addition, 92% of the women compared with 57% of the men mentioned learning as a goal. Forty percent of younger respondents (55-64 years old) compared with 79% of older respondents (65 years old and older) mentioned the enjoyment they get from their encore careers. Finally, all volunteers mentioned "to fill the time/do something meaningful" as a goal compared with only half of the paid workers.
Seventy-five percent of respondents in paid employment had increasing their incomes as a goal. Some of the reasons for selecting this goal were partly age-related-to supplement their social security income or superannuation (e.g., "it [superannuation] only really pays about a third of my living costs, so I have to have other income"), to support children in financial distress, and to afford health insurance. The latter view was held by U.S. and New Zealand respondents and is supported by this quote from a New Zealand respondent: "If you have money you can get excellent medical service, if you don't have money you have to wait. I keep my medical insurance up. It is one of the reasons why I work." Others worked because getting additional money brought "a bit of extra cash to be able to travel and to have some of the niceties of life."
Elective vs. Loss-based Goal Selection.-According to Freund and Baltes (2002) , individuals will select goals based on their preferences (elective selection) or after experiencing a loss in resources. Interviewees' choices most often reflected attempts to achieve multiple goals. Respondents, especially those working part time, cited several benefits from their present work. The first benefit is time for multiple work interests, as shown by this quote: "I wouldn't want to be flat out working 40 hours a week… I still have time to do my journalism work… I have got enough proofreading and teaching work… Overall the balance is very, very Notes: V = volunteers; PW = professional workers; NPW = nonprofessional workers.
good." Other benefits respondents mentioned were time to be with family or meet family obligations and time for leisure and other retirement-related activities. This balancing act with time enabled participants to pursue multiple interests and have less stressful and healthier work lives.
Some respondents chose to focus on one goal at the expense of another goal. For example, some respondents chose a demanding new career but gave up contact with coworkers from their previous careers. This loss is illustrated by this comment: "I had a very wide network in my day with the academic staff on this campus. That is all now completely atrophied of course; I am tucked away in this little quiet corner." Others gave up financially beneficial and prestigious careers for more personally satisfying ones (e.g., "It's worth it [encore career] to give up a lot of supports like money, prestige, and also safety and then the kinds of insurances.") A small number (5) of respondents appeared to be in the loss-based goal selection category. They reported that they chose less demanding work (e.g., office work over field work) because of their age or physical limitations. One respondent noted that "I used to climb up that bridge every day, I wouldn't do that now," whereas another described himself as "too young to stop working and too old to work too hard." Additional supporting quotes are shown in Table 4 .
Optimization Strategies
This discussion on "enablers" is based on respondents' description of their encore careers, how they handled the challenges they faced while starting or maintaining their careers, and the advantages they cited of employing older persons in organizations. Four themes were identified: (a) preparation, (b) perceived life course advantages, (c) work-related attitudes, and (d) attitudes toward change.
Preparation.-Respondents spoke of how they prepared for their encore career. Three themes were prominent: (a) past experience (57%), (b) fit with their values and skills (50%), and (c) preparatory actions (37%).
Respondents drew from their previous job experience by working with the same clientele but performing a different function (e.g., from teaching children to writing textbooks for children), by holding the same job but with a different employer, by working for the same employer part time or in a different capacity (e.g., from teaching to administration), or by applying prior management skills to a different career (e.g., "I utilized everything that I've learned in the past on this job.") Some respondents reported that their encore careers fitted their personalities, values, and skills, such as a love of working with young people, working with their hands (e.g., carpentry), and writing. Many respondents recommended that people should choose enjoyable and fulfilling work. One female respondent recommended:
You have to discover who you are and what is important to you, rather than fitting around everybody else …You feel you can do what you want to do without saying to the family, 'Would it be all right if I did this?' Thematic analysis revealed two forms of preparation: one that occurred during their previous career and one related to searching for work. One respondent recommended that workers should prepare for a new career about 15-20 years prior to retirement by assessing what their capabilities are and what else they need to learn. Another spoke of using one's initiative to make "opportunities for myself." Another recommended developing many skills throughout working life in order to create "options for the future." One reason for having a broad set of skills is that "firms are looking for people who can do a variety of things" and that if young people "want to climb the ladder, [they should] work on a number of ladders because they only make managers out of those who have a broad background of experience."
With regard to searching for work, respondents took or recommended several types of action. The first was "seizing the moment." Some respondents said that they had found themselves at the right time or place and took advantage of the situation (e.g., "I think I have just been lucky. I was in the right place at the right time and have found something that I have enjoyed"). Others identified assessing and marketing one's skills as important to success (e.g., "I found that the best way to make career changes is to try to look at the skill strengths that you have and apply them to someone else's need.") Still others warned that finding new work may entail a "drop in salary, [or] a drop in level of seniority," and that working without pay or a willingness "to start anywhere" may be necessary.
Perceived Life Course Advantages.-First, several of the respondents (43%) reported that they no longer had family or financial obligations (e.g., "my family work was kind of done")-a situation that enabled respondents to choose to work or not work and to leave a job if it did not suit them.
A second advantage related to the life course is the sense of urgency for taking action that some respondents (20%) felt (e.g., "An encore job should be something that you really enjoy and you are getting fulfilled, because your time is getting shorter on this earth. You never know if it [death] could happen tomorrow.") There was also a fear, expressed by the young-old, for what older age might bring if they did not do something now.
If you're 60 years old, and you don't do nothing, when you're 70 years old, you're going to be doing the same thing. Look back at the last 10 years. What did you do with your life? Nothing? Nothing is not a good word.
Third, in contrast to a lack of self-confidence experienced by some respondents, others were confident that older workers make good workers (40%). When asked why they would recommend taking up an encore career to others, many spoke of the advantages an older person could bring to the workplace, as exemplified by this quote: "I think we are loyal, we turn up for work, and we have life-skills and knowledge." Finally, being older provides perspective: "One of the nice things about being elderly is that you know that the future isn't forever, and there are things that matter, and there are things that don't really matter very much."
Work-related Attitudes.-prominent attitudes/ themes were identified: attentional focus (17%), persistence (23%), and enjoyment of a challenge (15%). "Attentional focus" is a concept that involves exerting effort. Respondents noted the importance of sticking to the task despite difficulties. One of the reasons for persistence was the perception that this was their last chance to make a change (e.g., "But I always sat back and thought, John [not real name] this is your last chance so you have to keep going with it.") Attitudes Towards Change.-Thematic analysis revealed two important attitudes respondents held to cope with change in their work situation. The most commonly mentioned, open-mindedness (40%), has several dimensions such as "being flexible and understanding," "being willing and open to training," and "asking questions." For those afraid of change, one respondent recommended "If you have trouble with change, try to be a part of that change." The second attitude (30%) mentioned was optimism (e.g., being positive) and "having the courage to try new things." Additional supporting quotes are shown in Table 5 .
Compensation Strategies
The compensation strategies were identified from responses to questions about organizational practices that were the most helpful to their encore careers, conversations with family and friends about their career change, and from descriptions of their encore careers. The most frequently reported strategies were on-the-job training (52%); help from coworkers, clients/customers (45%); friends and family social support (45%); and professional networks (37%; Table 6 ). In addition, five of the New Zealand respondents, but none of the U.S. respondents, obtained tertiary or post-graduate education to prepare for their career change.
Respondents (37%) also cited several management practices they considered helpful: (a) flexible work schedules (e.g., "flexibility is absolutely essential") which acknowledge that encore career workers have "other things such as family to deal with," (b) supervisor's patience with encore career worker's difficulties using technology, (c) formal recognition Notes: V = volunteers; PW = professional workers; NPW = nonprofessional workers.
of the value of older workers (e.g., designating such staff as "Emeritus"), and (d) encouragement and support "to expand and utilize their past abilities." Although we reported earlier that some respondents were concerned about working with young people, others preferred a working environment with a mix of young and old. One respondent indicated that working with young people "keeps me sharp."
We also detected age and gender differences in compensation strategies. More female respondents (64%), compared with male respondents (28%), cited support from family and friends and coworkers as being helpful. With regard to age, 70% of respondents 50-64 years tapped into professional networks compared with 25% of the older group. Additional supporting quotes are shown in Table 6 .
Discussion
The purpose of this study was to identify aspects of encore workers' experiences and the strategies they used to manage change. We used the SOC framework to help us interpret how respondents prioritized their goals, categorize the strategies they used to overcome obstacles and manage change, and identify the external resources they sought to help meet the goals they had selected and deal with conditions that impeded goal achievement. Key findings are summarized below.
There is a general view among our respondents that they need to work past the traditional date of retirement. Some chose to extend their working lives by continuing in their old careers whereas others, by choice or necessity, embarked on a new occupation or pace of work. In terms of barriers, ageism and stereotyping were issues for some in relation to finding work, particularly in relation to employers' negative perceptions of older workers. Once hired, however, challenges were experienced in adjusting to new workplaces, new work practices, and new organizational cultures, as well as to new people, new performance expectations, and difficult working conditions. These barriers contributed to and were exacerbated by some health issues, a lack of self-confidence, and a lack of access to on-the-job training and support.
For the majority of participants, a significant benefit of an encore career was the opportunity to balance multiple commitments, including family, leisure activities, and work, with greater equanimity than had been the case in their primary careers. This finding echoes previous research (Fraser, McKenna, Turpin, Allen, & Liddle, 2009; Hershey, Jacobs-Lawson, & Neukam, 2002) . In terms of subgroups, women more often than men identified helping others as a goal, and the old-old more than the young-old mentioned the enjoyment they got from their encore career.
Most challenges were reportedly met with flexible attitudes to change, optimism, and a concern to make the most of their remaining time alive (Fraser et al., 2009) . The support of others, including family, colleagues, and managers was particularly important (Zacher & Frese, 2011) . Also important was finding an organization with a compatible value set that recognized prior experience but also provided opportunities for growth and development together with flexible work schedules.
In contemplation of a longer working life, some participants advocated preparing for it well in advance, sometimes as early as 15-20 years prior, whereas others advocated having the courage to seize the moment and take opportunities when they arose. It is also interesting to note that subgroups had different experiences, with women needing/ drawing on more social support from family and colleagues (Hershey et al., 2002) than men, and Notes: V = volunteers; PW = professional workers; NPW = nonprofessional workers. the young-old more likely to tap into professional networks than the old-old. In the case of the latter, it is also likely, as Platman (2003) observed that involvement with social and professional networks requires a commitment to remaining visible, a factor that can become increasingly problematic as workers age and may withdraw or are pushed to the periphery of the labor market.
These findings build on and extend the research of others, such as Wang and colleagues (2008) and Zhan and colleagues (2009) who identified the potential for late-life occupational change to have a negative effect on workers' health and satisfaction. Although our study observed that a change in occupation type or form did present significant challenges, we went beyond simply recording this observation to analyze how encore workers adjusted and optimized their chances of success in the new environment. We found that the utilization of particular strategies, such as being open to and optimistic about change, as well as being prepared to call on the help and support of others were particularly effective. These strategies enabled individuals to act on their world rather than find themselves at the mercy of it and, thus to optimize opportunities to experience change positively.
However, these self-management strategies effectively acknowledge points made by Asquith (2009) and other critical commentators (Ainsworth & Hardy, 2006 ) that responsibility for aging positively, including in the workplace, remains with the individual. It is up to them to take charge of their lives and careers and cope, either on their own or by asking for help when needed. The role of the employer is thus back-grounded, whereas the role of the worker and their ability to adapt is key. This was certainly the case for many participants in this study who acknowledged the value of patient supervision and flexible work schedules, but also strongly emphasized the importance of self-management in their adaptive coping skill-set.
Implications for Practice
The findings from this study have implications for workers, employers, and researchers. For older workers, the study emphasizes that accommodations are essential to successful encore careers, in particular being positive and open to change. Also, being prepared to continue learning and prepared to maintain and utilize professional and social networks are key to successful development. For younger workers, the study stresses preparation for a longer working life, including developing a broad set of skills and creating potential career pathways.
For employers, the study reiterates the importance of valuing older workers and recognizing the knowledge and experience they can bring to a workplace, while also being cognizant that some organizational practices may need to change to accommodate encore workers effectively. In particular, there is a need to support older workers' orientation to new organizational environments, through mentoring and supervision, in order to facilitate their induction. There is also a need to discuss goals and motivations for working and recognize that while remuneration may be important so might flexible working arrangements and the opportunity to spend time on multiple goals. Good faith negotiating on such issues can contribute to mutually beneficial outcomes. In addition, and finally, there may be a need to support the career development of middle-aged and older workers through refresher programs or the acquisition of new degrees and diplomas to ensure their skills and knowledge are relevant to the workplace of the future.
For researchers, the study highlights that subgroups, particularly women, may emphasize different goals and use different adaptive strategies. The women sought learning and caring goals and reported more reliance on social support compared with men. Moreover, among the employed women, a higher proportion remained at the current professional occupation or moved up from nonprofessional to a professional occupation compared with men. These observations highlight the need to conduct further research on the adaptive strategies that enable older women to extend their working lives, including those in low-paying occupations. Although there is much research on gender-related differential treatment in employment and employment outcomes, there is little or no research that has examined the combined effects of aging, gender (Shacklock, Brunetto, & Nelson, 2009) , and occupation on work-life extension. This is yet another area for future research.
Limitations
This study has a number of limitations that should be acknowledged: The small size, self-selected nature, and composition of the sample-a largely white, reasonably well-educated, middle class participant sample who agreed to be interviewedsuggests caution in generalizing the findings to the wider population of older workers. The sample also did not include anyone who failed to successfully enter an encore career or whose encore career did not thrive. This exclusion may mean that contrary evidence was not presented. There is also the issue of the timing of data collection-that is, during 2008-2009, prior to the recent global financial crisis. This timing may well mean that participants' experiences and our interpretations of them are grounded in a particular historical moment. Despite these limitations, however, participants' accounts provide strong evidence that with a flexible and optimistic attitude, as well as the support of key others, making a late-life career change can be successfully managed and can produce positive results.
Conclusion
This study used the SOC framework to examine the experiences of encore workers and the strategies they employed to manage change, including the organizational practices that optimized their chances of doing so successfully. These participants showed that being positive about change and being part of a supportive work environment were key contributors to adaptive competence-the ability to age positively and make an ongoing contribution to the economy and society.
